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Equality & Diversity Directive 
1. Introduction and core principles 


Viaplay Group is committed to Equality & Diversity in every aspect of employment. That 
is the best foundation for maximising the potential of everyone at Viaplay Group. We also 
believe in the value of diversity, and that different ideas, beliefs and cultural perspectives 
can only add value to the business and all of our people. 


It is the policy of Viaplay Group to treat all employees with respect and dignity and to 
ensure that the work environment is free from victimisation, harassment and 
discrimination. Viaplay Group seeks to fulfil this commitment to equal opportunities 
through the application of policies and procedures which are consistent and equitable, 
and which recognise the expertise and ability of each individual. 


So naturally, we oppose any form of discrimination, sexual harassment or victimisation 
directed at anyone including but not limited to: employees, contractors, suppliers, 
customers or job applicants on any of the following grounds: 


e Age 

e Disability 

e Gender, re-assignment of gender, or sexual orientation 
e Marital/civil partnership status 

e Pregnancy/Maternity/Parental Responsibility 

e Race, ethnic or national origin (including colour) 

e Religion or belief 

e Trade union membership (or lack of it) 

e Association with any of the above 

e Physical Conditions 


These are known as "protected characteristics”. 


Discrimination may be direct or indirect and it may occur intentionally or unintentionally. 
Direct discrimination occurs where someone is treated less favourably because of one or 
more of the protected characteristics set out above. For example, rejecting an applicant 
on the grounds of their race because they would not "fit in" would be direct discrimination. 
Discrimination by or against an employee is generally prohibited unless there is a specific 
legal exemption as for example job role requirements. 
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Indirect discrimination occurs when an employee or an organisation's practices, policies 
or procedures have the effect of disadvantaging people who share certain protected 
characteristics. 


Viaplay Group is also committed to making sure that individuals are not harassed or 
victimised because of anything related to any of the protected characteristics. 
Harassment is unwanted conduct that has the purpose or effect of violating someone's 
dignity, or creating an intimidating, hostile, degrading, humiliating or offensive 
environment for them. No upsetting behaviour is too trivial to be brought to attention. 
Situations that are perceived to be offensive are always serious and should never be 
accepted. 


Harassment of any kind including sexual harassment regardless of gender, through 
unwelcome sexual behaviour in words or actions that leads someone to feeling humiliated, 
stressed or uncomfortable will not be tolerated. 


Victimisation is less favourable treatment of someone who has complained or given 
information about discrimination or harassment or supported someone else's complaint. 
Please see Viaplay Group’s Non-Discrimination and Anti-harassment Directive and local 
guidelines for more details. 


2. Target Group 


This Group Directive applies to all employees of subsidiaries and entities in which Viaplay 
Group exercises control (directly or indirectly). 


Equality & Diversity is not just a matter for the company’s leaders, these guidelines apply 
to all employees, (whether permanent, fixed-term or temporary), consultants, contractors, 
seconded staff, casual workers and agency staff, volunteers, interns, or any other person 
associated with us, or any Viaplay Group subsidiaries or their employees, wherever located 
(collectively referred to as employees) and should be used alongside other Viaplay Group 
policies, guidance, local legislation and Code of Conduct and Supplier Code of Conduct. 


These guidelines apply in all countries and will prevail, subject to local law. It is the 
responsibility of every employee to implement and promote these principles in their day- 
to-day dealings with everyone. Failure to comply with these guidelines may lead to 
disciplinary action. 


Be Employment 


3.1 Terms & Conditions of Employment 


All of our terms and conditions of employment and related benefits will not differentiate 
between people either directly or indirectly on any prohibited grounds. 
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3.2 Recruitment 


We will assess all applicants for employment and all employees applying for alternative 
positions or promotion within Viaplay Group according to their skills, experience and 
ability to do the job. Job advertisements and publications used will be non-discriminatory. 


Job applicants will not be disadvantaged by requirements that are not essential for the 
job. 


Where a person has a disability, appropriate consideration will be given as to whether 
reasonable adjustments can be made. 


Recruitment procedures will be reviewed regularly to ensure that individuals are treated 
on the basis of their relevant merits and abilities and that sufficiently diverse sectors of 
the community, are reached. 


3.3 Renumeration 


We are committed to equal pay and conditions according to local markets for all 
employees. 


3.4 Development 


We are committed to encouraging everyone to learn and develop within Viaplay Group. 
Training and development opportunities will be based on the job requirements and the 
individual's development needs. 


Promotion decisions are made on the basis of merit and business need alone. 


4. Equality & Diversity training 


We want to make sure all of our people managers and all of our employees receive equal 
opportunities & diversity training where necessary. The aim of this training is to develop 
equal opportunities awareness, and to provide information, skills and advice to ensure the 
effective implementation of Viaplay Group's Equality & Diversity Directive. We will review 
this directive regularly to make sure it is fit for purpose and supports our aim of having 
equality throughout Viaplay Group. 


5; Raising concerns 


Viaplay Group has a procedure in place under which individuals who have reasonable 
grounds to believe that an incident of workplace malpractice has occurred, are able to 
raise their concerns without fear of retribution. Viaplay Group encourages employees to 
raise their concerns about any incidents of malpractice in the workplace at the earliest 
possible stage. 
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Usually, the most effective way to report a concern is via your line manager or your 
manager's manager, who will normally be in the best position to help. You can also contact 
Viaplay Group’s People and Culture function if you need guidance or one of our 
Whistleblower Officers. 


We recognise that there may be circumstances when you are not comfortable reporting a 
concern openly. Therefore, you can also report a concern anonymously by using our 
Speak-Up Line at any time (either via the web portal or by using one of the freephone 
lines available in the majority of the jurisdictions in which we operate). The Speak-Up Line 
is found on ViaPLACE at “Our whistlerblower system”. There you will also find more 
information about our whistleblower procedures. 


6. Disciplinary action 


Breaches of our Equality & Diversity Directive will be regarded as misconduct and could 
lead to disciplinary action. The disciplinary procedure is subject to local laws and 
regulations, as well as local business standards. For more information, please contact your 
local P&C department. 


7. Roles and Responsibilities 


e Members of the Group Executive Management team are responsible for making 
sure this Group Directive is communicated and implemented, and that the 
employees within their area of responsibility are familiar with and follow this 
directive. 


e The EVP & Chief People and Culture Officer is the document owner of this Group 
Directive and responsible for its content. The EVP & Chief People and Culture 
Officer is also responsible for maintaining & updating the directive, ensuring that 
it is properly published and enforced. 


e All Viaplay Group employees are individually responsible for reading, 
understanding and following this Group Directive when applicable. Each employee 
is also encouraged to speak up and raise concerns about actual or possible 
violations of this directive to the P&C department, or through our whistle blower 
procedure. 


For all questions relating to information in this policy please reach out to People & 
Culture. 


8. Document history and change information 


For more details of this Group Directive’s document history and change information, see 
Appendix 1. 
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Appendix 1 — Document History and Change Information 


Version Revision Date Change information 


1 2018-10-26 Initial Group Directive. 

2 2019-12-13 Editorial changes due to internal reorganisation. 

3 2020-11-26 Combining the Equality & Diversity Directive and the Anti- 
Harassment Directive into one Directive. 

4 2021-06-07 Anti-harassment & Non-discrimination separated from EDI 


Directive into a stand-alone Directive. 


5 2022-01-11 Minor editorial changes. 


